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PREAMBLE

Whereas, the Executive Branch of the State of Maine (hereinafter referred
to as "State" or "employer") and the Maine State Law Enforcement Association
(hereinafter referred to as "MSLEA") desire to establish a constructive,
cooperative and harmonious relationship; to set forth the Agreement in relation
to salaries, wages, hours of work, and other terms and conditions of
employment; to promote and increase efficiency and quality of service for
employees; to avoid any interruption or interference with the operations of the
employer; to promote effective service towards the accomplishment of the
missions of the State and the law enforcement bargaining unit and its member
agencies; and to establish an equitable and peaceful procedure for the resolution
of differences;

Therefore, this Agreement by and between the parties is entered into on
the July 14, 2019.



ARTICLE 1. UNION RECOGNITION

Pursuant to the September 30, 2005 certification, the State recognizes the
Maine State Law Enforcement Association (MSLEA) as the sole and exclusive
representative for the purpose of representation and negotiations with respect to
wages, hours of work and other conditions of employment for all employees
included in the Law Enforcement Bargaining Unit.

In the event of a dispute between the parties as to future inclusions or
exclusions from the unit resulting from the establishment of new or changed
classifications or titles, either party to this Agreement may apply to the Maine
Labor Relations Board for resolution of the dispute.

Employees who are employed on a seasonal basis, i.e., for regularly
recurring seasonal periods of three (3) months or more, shall be covered by the
provisions of this Agreement upon the completion of six (6) months employment,
subject to any special provisions relating to their employment. In order to
qualify, such six (6) months must be worked in not more than three (3)
consecutive years and only time in pay status during such seasons shall count.
Employment time of persons outside State service who are on acting capacity
assignment to a seasonal position, and employment time of persons holding a
seasonal intermittent position shall not count towards the completion of such six
(6) months.

Part-time employees will be covered by the provisions of this Agreement
after completion of six (6) months of service except for the provision for dismissal
for just cause. The just cause provision for dismissal shall apply after
completion of 1,040 compensated hours exclusive of overtime hours. All benefits
provided to part-time employees shall be prorated to the extent required by State
law.

Temporary, seasonal and on-call employees, excluded by law from the
bargaining unit, include project employees, seasonal employees not covered by
the preceding paragraphs, persons from outside State service who are on acting
capacity assignment, and intermittent employees. Project employees are
employees appointed to a project position which is restricted to a planned work
program to be completed within a specified period of time and which is not
regularly recurring. Intermittent employees are employees who are appointed
for a period of time on a sporadic basis and who work not more than one
thousand forty (1,040) hours in any consecutive twelve (12) month period
beginning with the date of hire or anniversary of date of hire.

Any employee designated as intermittent, who works in excess of the limits
set out above and who works more than 1,040 regularly scheduled hours during
the period since appointment as an intermittent employee without a break in
service due to resignation or dismissal shall be covered by the terms of this
Agreement. The sporadic periods such an employee is not in pay status because
of the sporadic nature of the position shall not be considered to be a break in
service. Where a legislative position count permits, such employee shall be
placed in a permanent or limited period full-time or part-time position as



appropriate, provided that he or she is eligible for appointment. If necessary, the
employee may reopen the appropriate register to establish eligibility.

Nothing in this Article shall be interpreted as removing any rights or
benefits of temporary, intermittent, project or seasonal employees provided
under Title 5, MRSA, Sections 553-A and 559, Public Law 667, 1978, or any
other provision of law or rule.

ARTICLE 2. ACCESS TO EMPLOYEES

MSLEA shall have access to employees covered by this Agreement to carry
out its legal responsibilities as a bargaining agent as provided for in this Article.

MSLEA's representatives will be granted reasonable access to employees
during employees' working hours for the purpose of investigating and processing
grievances and for the purposes of administering this Agreement. Such access
will be subject to the representative providing the appropriate State
representative with advanced notice of the visit. Such access will not disrupt
State operations or violate agency security procedures. If access needs to be
temporarily delayed for special reasons, those reasons shall be explained to the
MSLEA representative.

Any MSLEA representative may have access to employees in this unit for
the purpose of explaining MSLEA programs and benefits during employees' non-
working time, e.g., breaks, lunch periods and after hours, provided such access
does not interfere with State operations. Such access shall be to non-work areas.
In addition, each new employee, including employees who are new to an MSLEA
bargaining unit, shall be allowed one (1) hour of paid work time within his or her
first six months of employment to meet with a representative of MSLEA for the
purpose of explaining MSLEA programs and benefits. This meeting shall be
scheduled at a time approved by the employee’s supervisor and shall take place
in a non-work area.

ARTICLE 3. ACTING CAPACITY
1. Temporary Assignments

When an employee is assigned temporarily by his/her appointing
authority to a job for which he/she is qualified in a higher pay grade for a period
of five (5) days or his/her regular workweek, whichever is less, the employee
shall be paid retroactively from the initial date of the temporary transfer for the
duration of the temporary assignment. The employee shall be paid as if he/she
had been promoted during such assignment. In no event may an employee
acquire any status in a higher classification as a result of his/her temporary
assignment. Acting capacity assignments shall not be made on an arbitrary or
capricious basis. Employees shall not be rotated in acting capacity in an
arbitrary or capricious manner in order to avoid payment of acting capacity pay.

This Article shall not be used in lieu of the proper processing of any
request for reclassification or reallocation of a position pursuant to the Personnel
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Rules and the Reclassifications Article, or the filling of a vacancy pursuant to the
Personnel Rules and the Seniority Article.

2. Seasonal Employees — Off Season Assignments

A seasonal employee who accepts a temporary or acting capacity
assignment during his or her off season shall be eligible to accrue vacation, sick
leave, and holiday benefits upon appointment to the temporary or acting
capacity assignment. Vacation, sick leave, or holiday benefits accrued in an
employee’s regular seasonal position shall not overlap into benefits accrued in
the temporary or acting capacity assignment for the same period of time. Full-
time seasonal employees shall accrue no more than the hours of sick leave
provided to full-time employees under the Sick Leave Article, pro-rated for part-
time employees.

ARTICLE 4. APPROVAL OF LEGISLATURE

The parties hereto agree to jointly support any legislative action necessary
for implementation of any provision of this Agreement. If the Legislature rejects
any provision submitted to it, the entire Agreement shall be returned to the
parties for further bargaining.

ARTICLE 5. BEREAVEMENT LEAVE

Each full-time employee covered by this Agreement shall be allowed up to
forty (40) hours leave with pay, for absences resulting from the death of a
spouse, significant other, or stepchild of the employee; or the death of a child,
parent or stepparent of either the employee or the employee’s spouse or
significant other and up to twenty-four (24) hours of leave with full pay for
absences resulting from the death of other members of the employee's immediate
family, as defined below. Part-time employees shall receive paid leave on a
prorated basis.

"Other members of the immediate family" shall mean the guardian,
brothers, stepbrothers, sisters, stepsisters, wards, grandparents and
grandchildren of the employee.

“Significant other” means that a relationship exists between two people,
neither of whom is married, that is intended to remain indefinitely and where
there is joint responsibility for each other’s common welfare, there are
significant shared financial obligations, and there is a shared primary
residence. This relationship must have existed for at least six (6) continuous
months before benefits under this Article may be provided.



40 hours of leave for the death of the following relatives:

Relatives of the employee Relatives of the spouse or
significant other

Spouse Child

Significant Other Parent

Child Stepparent

Stepchild

Parent

Stepparent

24 hours of leave for the death of the following relatives:

Relatives of the employee

Guardian

Brother

Sister

Stepbrother

Stepsister

Ward

Grandparent

Grandchild

ARTICLE 6. BULLETIN BOARDS

The State shall continue to provide present bulletin board space for the
use of MSLEA at each work location where bulletin boards are presently provided
for the purpose of posting bulletins, notices and other materials in conformance
with this Article. The posting of any MSLEA materials shall be restricted to such
bulletin board space only except that, in each work location where bulletin board
space is not provided for MSLEA, the State shall designate an appropriate
alternative space where such materials may be posted.

In no instance may MSLEA post any material which is profane, obscene or
defamatory to the State, its representatives or any individual, or which
constitutes campaign material between competing employee organizations if it is
determined that the posting of such material would violate any obligation of the
State for neutrality. MSLEA is solely responsible for the accuracy and ethical
standards of any material posted pursuant to this Article. The State retains the
right to remove any materials in violation of this Article.

All posted MSLEA materials shall be signed by an authorized
representative of the Association or stamped with an official MSLEA logo.




ARTICLE 7. CHILD CARE

Pilot for Child Care Reimbursement for 2019 to be Processed in 2020

A Labor/Management Committee comprised of one (1) representative for
each participating department appointed by the bargaining agent and an equal
number of management members appointed by the Governor shall be
established to develop a Child Care Reimbursement Pilot Program for the 2019
child care reimbursement applications to be submitted and processed in 2020.
Committee members may participate in the work of the committee during
working hours without loss of pay or benefits.

The Child Care Reimbursement Pilot Program is intended to be based on
employee salary, without requiring tax documents. The pilot shall not decrease
the maximum income amounts identified in the process below but may result
in increased eligibility and participation. A recommended pilot program shall be
submitted to the Governor or her designee for final approval, and if approved,
may be implemented for the applications to be processed in 2020. If the
parties do not agree on one recommended pilot program to be submitted to the
Governor, multiple options may be submitted for final approval.

Once the processing period for 2020 has been completed, the committee
shall meet to review the process and make a recommendation to the Governor
or her designee to either (a) continue the process as created for 2021, (b) make
improvements to the process and run another pilot in 2021, or (c) end the pilot
and revert back to the process below for 2021.

The parties agree that the Labor/Management committee does not have
the authority to change the contractual process beyond the scope of a pilot
program for 2020 and/or 2021 and that any permanent changes must be
negotiated in a successor contract.

A. Employees employed as of March 1 who meet all of the following
criteria shall be eligible for a lump sum payment payable each year. Eligible
employees may apply for this payment between March 1 and April 15 of each
year. Payment shall be made within thirty (30) days of receipt of the completed
application. Any application received after April 15 will be considered on a case
by case basis and shall not be arbitrarily rejected.

1. Employed full time during the entire previous calendar year;

2. Full-time State employees employed for more than six (6) months
but less than twelve (12) months of the previous calendar year are eligible for
this program on a prorated basis;

3. Part-time and seasonal employees covered by this Agreement who
have completed one thousand forty (1,040) hours of regularly scheduled work in
any calendar year in which they qualify on a prorated basis; and

4. Had a minimum of five hundred dollars ($500.00) employment-
related child care expenses for the previous calendar year.

B. Employees must submit an application for Child Care
Reimbursement along with a copy of their filed Form 1040 and a copy of their
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receipt for child care expenses for the previous calendar year to be eligible for
reimbursement.

C. Employees whose wages, tips, and other compensation (from W-2)
and whose adjusted gross family income is less than $30,300 for the previous
calendar year shall be eligible for reimbursement not to exceed one thousand
three hundred dollars ($1,300.00). Employees whose wages, tips, and other
compensation from their W-2s and whose adjusted gross family income is less
than $35,710 but more than $30,300 for the previous calendar year shall be
eligible for reimbursement not to exceed one thousand dollars ($1,000.00).
Employees whose wages, tips, and other compensation from their W-2s and
whose adjusted gross family income is less than $41,121 but more than
$35,710, for the previous calendar year shall be eligible for reimbursement not to
exceed seven hundred dollars ($700.00).

Both Wages, Tips, and other Compensation Maximum
from W-2s and Adjusted Gross Family Reimbursement
Income from IRS Tax Return in Previous Amount
Calendar Year

Less than $30,300 $1,300
$30,300 to less than $35,710 $1,000
$35,710 to less than $41,121 $ 700

D. In families with both parents working for the State, only one parent

may apply for the Child Care Reimbursement.
ARTICLE 8. CHILDBEARING AND ADOPTION LEAVE

Paid parental leave for childbearing and adoption shall be granted to an
employee with pay for hours regularly scheduled to work during a period of time
not to exceed the fourteen (14) calendar days beginning on and directly following
the birth or adoption of the child(ren).

Childbirth or adoption leave shall be granted to an employee without
salary for a period not to exceed one (1) year inclusive of any period of disability
covered under the Sick Leave Article. Employees shall have the option of using
accumulated compensating time, vacation, and/or personal leave during such
period. Employees shall be allowed to retain insurance benefits during such
leave. Except during any period covered by the use of compensating time,
vacation, and/or personal leave, retention of insurance benefits shall be at the
employee's expense.

Employees are encouraged to consult with their agency Human Resources
Office to determine if they are eligible for benefits available under the Federal
Family and Medical Leave Act (FMLA), and time available under FMLA would run
concurrent with both paid and unpaid childbirth and adoption leave.



ARTICLE 9. COMPENSATING TIME

Compensating time earned by an employee may be accumulated up to two
hundred forty (240) hours. Any compensating time earned after accumulation of
the two hundred forty (240) hours must be used within thirty (30) days. Except
where operational needs require otherwise, employees shall be entitled to use
compensating time at times of their choice. If an employee is denied use of
compensating time which exceeds the allowed accumulation, he/she shall, at the
employer's option, be paid for the time or be entitled to carry it over until a
suitable time for use is approved.

Upon mutual agreement and with approval of the Commissioner or
designee, an agency may at any time pay an employee for any or all of that
employee's accumulated compensating time. Such payment shall be made at
the employee's hourly rate in effect at the time of payment.

ARTICLE 10. COMPENSATION

A. Salary Increase

1. Effective after January 2020, the State will move to one pay cycle. In
order to accomplish this, employees currently on cycle B will move to cycle A.
Information regarding the change to pone pay cycle will be communicated with
employees in advance

2. Effective with the start of the pay week commencing closest to
September 1, 2019, employees in this unit shall receive a base salary increase of
three percent (3%).

3. Effective with the start of the pay week commencing closest to
December 31, 2020, salary schedules will be adjusted by dropping the first step
and adding a new last step which is four percent (4%) higher than the previous
step. Employees will remain in the current step and receive new pay assigned to
that step.

B. Retirement Contribution

1. The State shall, as permitted by 5 M.R.S.A. §17702 §8s5 and 6,
continue to pay its cost of the 6.5% or 7.5% retirement contribution for
employees in the bargaining unit who are covered under special Law
Enforcement retirement plans.

2. The State shall, as permitted by law, pay its cost of the 6.5%
retirement contribution for the following classifications: Attorney General
Detective, Sr. Attorney General Detective, and Motor Vehicle Detective.

C. Salary Schedule Progression

Employees shall progress from step to step in salary grade on the basis of
satisfactory job performance based upon established standards of performance.
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Seasonal employee's initial anniversary date shall be established after
being in pay status for 2,080 hours. Such date shall then be used for annual
performance evaluation and step progression consideration.

When an employee's anniversary date falls on any day from the first day of
a pay week through Wednesday of the pay week, the employee's merit increase
shall be effective as of the first day of the pay week within which the anniversary
date falls. Otherwise, the merit increase shall be effective on the first day of the
next pay week.

Once the HRMS system has the capability and employees of an agency
have been notified, merit increases earned as set forth above shall be effective on
the employee’s anniversary date.

Grievances arising from the denial of merit increases shall not be
arbitrable under this Agreement but shall be processed pursuant to the Agency
Merit Increase Appeal Procedures developed under the 1978-1980 Agreement
between the parties. In agencies where such appeal procedures do not fit, the
parties shall establish additional procedures in the manner established by the
predecessor Agreement. A decision of an Agency Appeals Board shall be final
and binding, subject to appeal to the Director of Human Resources on the
following grounds only: that the decision of the Agency Appeals Board was
based upon clearly erroneous findings of fact, or that the decision of the Agency
Appeals Board was based upon erroneous application of performance standards.

D. Non-Standard Workweek

1. Classifications listed in Section 3 which meet the following criteria
shall be designated as non-standard:

(a) Positions in a classification have been determined by the Bureau of
Human Resources to be exempt for overtime compensation from the Fair Labor
Standards Act;

(b) Employees are required by working conditions to work a variable
workweek in excess of forty (40) hours; and

(c) Employees' workweek are irregular and work hours cannot be
scheduled or determined except by the employee.

2. Employees in a classification which is designated as non-standard
shall be compensated at a rate of sixteen percent (16%) above the base rates in
their salary grades, except that any position that is found by the Bureau of
Human Resources not to be exempt from the Fair Labor Standards Act for
overtime compensation purposes shall not be designated non-standard.

3. The following classes are designated as meeting the above criteria:

Game Warden Pilot
Marine Patrol Pilot
Ranger Pilot



E. Call Out

When non-standard law enforcement employees are called to work on any
of the scheduled days off they shall be granted one and one-half (1'2) hours of
compensating time for each hour worked. In lieu of compensating time, upon
mutual agreement, employees may be paid one and one-half (1%2) their regular
hourly rate for each hour worked.

Employees who are not non-standard and are eligible for overtime under
the contract, who are called out for work on a regularly scheduled day off, shall
be paid one and one-half (1'%) their regular hourly rate for each hour worked. In
lieu of pay, upon mutual agreement, employees may be granted one and one-half
(1'2) hours of compensating time for each hour worked.

Unless the employees are to receive pay rather than compensating time,
the compensatory time shall be scheduled as soon as practicable and ordinarily
will be within thirty (30) days of the day worked unless on an otherwise mutually
agreed upon later day, except that the thirty (30) day period may be extended
because of seasonal high workload in the agency in which the employee is
employed. If such compensating time off is not granted within six (6) months of
the date the employee was scheduled to work his/her day off, the employee shall
be paid in lieu of compensating time off.

F. Overtime

1. Excepting employees designated as non-standard and compensated
for overtime on a sliding scale basis, full-time employees in pay ranges 01
through 21 shall be paid one and one-half (1%2) times the regular hourly rate of
pay after actually working eight (8) hours in any day, or after their regular
scheduled hours if greater, or forty (40) hours of actual work in any workweek.

The above provisions shall apply to full-time employees working alternative
compressed workweeks but shall not include other alternative work schedules
such as flextime schedules, etc., or part-time employees who shall be eligible for
overtime after forty (40) hours of actual work in any week. In lieu of premium
pay employees may, upon mutual agreement, take compensating time at the rate
of one and one-half (1) hours of compensating time for each hour of overtime
worked.

2. Capitol Police Officers are eligible for overtime at the rate of one
and one-half (1'2) their regular hourly rate for each hour worked when
mandated to work on an otherwise scheduled day off. In lieu of pay, upon
mutual agreement, employees may be granted one and one-half (1%) hours of
compensating time for each hour worked.

3. Motor Vehicle Detectives and Fire Marshall Investigators will be paid
one and one-half (172) times the regular hourly rate of pay after actually working
forty (40) hours of actual work in any workweek.

4. Employees in pay ranges 22 and above who do not receive any form
of overtime compensation shall receive two (2) personal leave days per year with
pay, as of January 1 of each year. Employees who leave state service prior to
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January 30 shall not receive or be paid out any personal leave days. Employees
who first become eligible for personal leave days under this Article on or after
July 1 of a calendar year shall receive only one (1) day for the year, instead of
two (2). Except where operational needs require otherwise, these employees
shall be entitled to take these personal leave days at times of their choice. At the
end of the calendar year, unused personal leave days may be carried over and
applied toward the maximum vacation accrual.

5. Time during which an employee is excused from work with pay
under the Holidays Article, shall be considered as time worked for the purpose of
computing overtime.

6. There shall be no pyramiding or duplication of compensation by
reason of overtime or holiday or other premium pay provision of this Agreement.
It is understood, however, that with this limitation, the method of payment
which gives the greatest amount will be followed.

7. Employees of the Department of Agriculture, Conservation and
Forestry, Forest Protection Division listed below who are covered by a written
cooperative agreement between the federal government and the State of Maine
for forest fire and emergency mobilization shall be paid at one and one-half
(1%2) times their non-standard hourly rate of pay if applicable by classification
for each hour worked after eight (8) hours in a day or after forty (40) hours in a
given week. Such payment is contingent upon the federal government's ability
to reimburse the State of Maine for the overtime hours and applies only for
work conducted under the applicable agreement, otherwise employees shall be
compensated pursuant to the applicable bargaining agreement.

Ranger Pilot
Forest Fire Prevention Specialist

G. Shift Differentials

A shift differential of thirty-five cents ($.35) per hour shall be paid for
shifts starting between 2:00 p.m. and 9:59 p.m. for employees regularly assigned
to such shifts. A shift differential of forty-five cents ($.45) per hour shall be paid
for shifts starting between 10:00 p.m. and 3:00 a.m. for employees regularly
assigned to such shifts. The differential provided herein shall be part of base pay
for overtime pay and other purposes. Employees at the Maine State Prison who
are regularly assigned to the 5:00 p.m. to 5:00 a.m. shift are to be paid a shift
differential of forty-five cents ($.45) per hour. Employees of mental health and
correctional facilities shall be eligible for the second shift differential of thirty-five
cents ($.35) per hour when their shift begins between 12:00 noon and 4:59 p.m.

H. Divers' Stipend

Those employees who are members of SCUBA diving teams engaging in
search, rescue and recovery operations shall receive an annual stipend of fifteen
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hundred ($1,500.00). This stipend shall be payable at the beginning of each
quarter in three hundred seventy-five-dollars ($375.00) amounts.

All qualified employees assigned to SCUBA diving activities shall, when
actually diving in the water, including training activities, be compensated at the
rate of ten dollars ($10.00) an hour in addition to their regular hourly rate of pay.
Employees shall be compensated for a minimum of one (1) hour of such work
regardless of the length of the diving assignment. For dives of more than one
hour, employees shall be compensated for the length of the dive.

I. Duty Week

Juvenile Community Correctional Officers with a juvenile caseload,
Correctional Detectives, and Fire Investigators assigned by management to Duty
Week responsibilities shall receive 16% of their base rate of pay for each hour of
standby while assigned duty week responsibilities, except for the hours the duty
week officer or investigator is working and being compensated for that work. The
Duty Week will commence at 5:00 p.m. Monday until 8:00 a.m. the following
Monday. Duty week responsibilities are assigned by management, and
management retains the right to manage these assignments to meet operational
needs.

J. Longevity

1. Effective with the pay week commencing closest to October 1, 2019,
employees with ten (10) years but less than fifteen (15) years of continuous State
service shall receive longevity pay of a total of twenty cents ($.20) per hour to the
base upon eligibility.

2. Employees with fifteen (15) years but less than twenty (20) years of
continuous State service shall receive longevity pay of thirty cents ($.30) per
hour to the base. Employees who become eligible after that date shall receive the
longevity pay of thirty cents ($.30) per hour to the base upon eligibility.

3. Employees with twenty (20) years but less than twenty-five (25)
years of continuous State service shall receive longevity pay of a total of forty
cents ($.40) per hour to the base. Employees who become eligible after that date
shall receive the longevity pay of a total of forty cents ($.40) per hour to the base
upon eligibility.

4. Employees with twenty-five (25) or more years of continuous State
service shall receive longevity pay of a total of fifty cents ($.50) per hour to the
base. Effective with the pay week commencing closet to the December 31, 2020,
longevity pay for employees with twenty-five (25) years or more of a continuous
State service shall be increased to sixty cents ($.60) per hour to the base.

5. Continuous State service is defined as continuous employment,
including all authorized leaves of absences since the last date of hire into a
status-granting position.
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K. Weekend Differential

Employees assigned to State institutions other than Maine State Prison
shall be eligible for a weekend differential of sixty cents ($.60) per hour to the
base for shifts beginning between 10:00 p.m. Friday and 9:59 p.m. Sunday.
Employees at the Maine State Prison shall be eligible for a weekend differential of
sixty cents ($.60) per hour to the base for shifts beginning between 8:30 p.m.
Friday and 8:29 p.m. Sunday. Capitol Police officers shall be eligible for a
weekend differential of sixty cents ($.60) per hour to the base for shifts beginning
between 8:00 p.m. Friday and 7:59 p.m. Sunday.

L. K-9 Duty

K-9 Rate. K-9 team members in the Office of the State Fire Marshall
shall continue to be compensated for care of canines as already established.

All other employees on K-9 teams who spend time on the care of canines,
including feeding, grooming, training and exercising them, shall be
compensated at one and one-half (1'2) times their current regular rate of pay
for every day the employee is not working regular scheduled hours. It is
expected that this care will take no longer than one hour per day. Employees
working overtime on non-scheduled work days will remain eligible to receive K-
9 pay for that day. No duplication or pyramiding of overtime may result from
the application of this provision. K-9 team members shall receive one and one-
half (1 1/2) hours of compensatory time, in lieu of pay, for this duty, after the
monies budgeted for K-9 duty have been expended.

M. Educational Stipend

Employees with job-related degrees above any minimum qualifications
shall be eligible for an educational incentive stipend. It is the responsibility of
the employee to inform the department and provide documentation of the
degree of higher education in order to receive this incentive stipend. The
stipend will be based on the following levels of education that are above any
minimum qualifications required for hire into a classification. Degrees must be
job-related. The amounts below shall be added to the base as appropriate.

Associate Degree $.12/hour
Baccalaureate Degree $.24 /hour
Master’s Degree or above $.36/hour

Stipends shall be paid only for the highest degree obtained above any minimum
qualifications required for hire into the position.
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N. Game Wardens & Marine Patrol Academy Rate/Step Adjustments

For Game Wardens and Marine Patrol new hires only, Step 1 of the
applicable salary schedule shall be considered the “Academy Rate” of pay for
cadets.

Any employee hired who is already a “blue pinner” shall be placed at Step
2 upon initial hire. All other employees shall advance to Step 2 upon successful
completion and graduation from the Basic Law Enforcement Training Program
(BLETP). Thereafter, employees shall be advanced in step pursuant to the
provisions of this article.

O. Physical Fitness Stipend

Members who successfully meet an average of 60th percentile of the three
MCJA fitness standards will be eligible for one hundred dollars ($100.00)
annually. Members who successfully meet an average of 70t percentile of the
three MCJA fitness standards will be eligible for two hundred dollars ($200.00)
annually. Members who successfully meet an average of 80th percentile of the
three fitness MCJA standards will be eligible for three hundred dollars
($300.00) annually. This paragraph does not apply to Forest Rangers.

P. Forest Ranger Physical Fitness Stipend

Forest Rangers who successfully meet a minimum of 60/70t percentile
as part of the Forest Ranger Physical Fitness Program will be eligible to receive
a physical fitness incentive payment once each calendar year. Maximum
incentive payment an employee may receive is five hundred dollars ($500.00)
annually, as established by agency physical fitness standard protocol.

Q. Availability/Reachability Pay

1. In recognition of the unique on-call availability requirement of law
enforcement, availability pay of eighty-five ($.85) per hour shall be added to the
base hourly rate for the following classifications:

Attorney General Detective
Capitol Police Officer
Correctional Detective
Fire Investigator
Forest Fire Prevention Specialist
Forest Ranger I
Forest Ranger II
Forest Ranger III
Game Warden
Game Warden Investigator
Game Warden Pilot
Game Warden Specialist
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Marine Patrol Officer

Marine Patrol Specialist

Motor Vehicle Detective

Ranger Pilot

Senior Attorney General Detective
Senior Fire Investigator

2. In exchange for an agreement to be reachable for the entire 24-
hour period of a scheduled work day, an adjustment of eighty-five cents ($.85)
per hour shall be added to the base hourly rate for the following classifications
in the Department of Corrections:

Correctional Resource Coordinator
Juvenile Community Corrections Officer
Probation Officer

In exchange for this adjustment, these employees will be reachable so as to be
able to return to duty as soon as possible after being called to meet operational
needs, except with prior approval from the immediate supervisor to be
unavailable during the twenty-four (24) hour period for a specified time. Such
approval shall not be arbitrarily denied.

Work related phone calls or other work related public contact on non-
work time or outside the regular scheduled day, and telephone calls or other
work related public contact received outside the regular scheduled day, which
does not require the officer to be called out to work, shall be compensated as
follows:

a. Officers and CRCs shall be compensated for a fifteen (15)
minute minimum at the appropriate rate for such time;

b. Additional calls received or made by Officers/CRCs or
additional public contact during one fifteen (15) minute period
shall not be subject to another fifteen (15) minute minimum.

3. Correctional Detectives of the Department of Corrections shall
receive the eighty-five cents ($.85) per hour reachability pay described in item 2
above. In addition, Correctional Detectives working inside correctional
institutions whose primary responsibility is investigation of criminal activity on
the grounds of the institution, shall receive an institutional law enforcement
stipend of one dollar ($1.00) per hour added to the base rate.

R. Standby for Adult Community Corrections

1. The Associate Commissioner for Adult and Community Corrections
or his/her designee may authorize standby duty for adult Probation Officers as
appropriate. Any swaps within the rotation must be approved in writing. While
on standby, Probation Officers must be available to respond as required to
meet Departmental needs with respect to the situation for which the standby

15



has been authorized. No standby will be paid for any period the officer assigned
to standby is not available to respond.

2. Probation Officers on weekend standby shall be paid at the rate of
sixteen percent (16%) of the base hourly rate for each hour of standby (to
include the full 24 hours on observed holidays).

3. Probation Officers who are directed or approved by a supervisor to
respond in person (tires roll), will be compensated at one and one-half (1%%)
times their regular hourly rate for each hour worked. An officer does not receive
standby pay for any hours compensated at this higher rate.

4. Standby for weekend coverage for Electronic Monitoring/GPS clients
(when warranted) will be rotated by seniority within the region for the time
between Friday at 5:00 PM through Monday at 8:00 AM. PPOs assigned standby
duty for weekends shall be responsible to find coverage should they need any
leave from standby duty.

5. In the event ANY response is needed on an EM/GPS case, the
designated Standby officer will be expected to respond, and will be compensated
pursuant to Item 3 above. If for any reason a second officer is needed to respond,
another Standby officer shall be called.

6. PO’s on standby would be considered “on-duty” with regard to the
DOC vehicle use policy and be entitled to the use of their assigned vehicle in
accordance with all policies and rules while assigned to standby duty.

7. The parties agree to a one-year pilot project creating one duty officer
for Adult Community Corrections on weekends, holidays, and during weather-
related closures. Prior to the end of the one year, the parties will convene a Labor
Management committee to discuss the pilot project and whether it should be
continued or changed. During this Pilot Project, Probation Officers assigned as
duty officer pursuant to this provision shall receive 16% of their base rate of pay
for each hour of standby on weekends, holidays, and weather-related closures.
Probation Officers will receive weekend standby beginning Friday at 5:00pm until
Monday at 8:00am. Standby pay on holidays will commence at 12:01am on the
day of the observed holiday and extend to midnight the same day. Standby pay
on weather-related closings will apply during the period of the closure. Duty
Officers shall not receive the 16% standby pay for any hours the duty officer is
working and being compensated for that work. It is understood that duty
responsibilities are assigned by management and management retains the right
to manage these assignments to meet operational needs.

S. Field Training Officer/Designated Certified Trainer Stipend

Agency management shall determine the number and composition of Field
Training Officers, as well as the length and content of its formal Field Training
Program. Designated Field Training Officers shall be eligible for fifty cents ($.50)
added to the base hourly rate. Each agency shall determine the certifications
eligible for the Designated Certified Trainer stipend, as well as the number and
composition of Designated Certified Trainers eligible to receive the stipend.
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Designated Certified Trainers shall be eligible for fifty cents ($.50) added to the
base hourly rate.

T. Certified Evidence Response Technicians, Certified Crash
Reconstructionists, and Boat Accident Reconstructionists

Certified Evidence Response Technicians and Certified Crash
Reconstructionists shall receive one dollar ($1.00) an hour added to their base
hourly rate after attaining certification from the International Association of
Identification Level I or Level II and the recognized professional certification for
Certified Crash Reconstructionists. Employees trained and designated by the
agency as Boat Accident Reconstructionists shall receive fifty cents ($.50) an
hour added to their base hourly rate.

U. Forensic Mappers

Forensic Mappers shall receive fifty cents ($.50) added to their base hourly
rate after successful completion and maintenance of their certification.

V. Firearms Instructors

Firearms instructors will receive fifty cents ($.50) added to their base
hourly rate for each hour actively engaged in firearms training and qualifications
at the range.

W. Payment of Allowances and Stipends

Payment of allowances, stipends, or other compensation currently paid
annually, monthly, bi-monthly, or quarterly will be paid semi-annually in
January and July. For employees not exempt from the FLSA, any payments
required to be calculated as part of the regular wages for overtime purposes will
be paid on an hourly basis.

ARTICLE 11. COMPLAINTS AND INVESTIGATIONS

1. The department head or agency head shall be responsible to
ensure that all allegations of misconduct and other violations are investigated
as follows.

2. The department head, agency head or other designated officer,
shall conduct a preliminary investigation of all such allegations. The
investigator shall be allowed to interview the complainant prior to notifying the
employee.

3. Reasonable cause determination; minor discipline only.

In the course of determining whether reasonable cause exists to conduct
an investigation in cases that could result only in minor discipline (a verbal or
written reprimand), the investigator or other designated management
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representative may conduct an informal interview with the employee(s) about
whom a complaint has been made. The interview under this section shall be
voluntary and can be terminated by the employee at any time. Prior to being
interviewed, the employee will be notified in writing of the nature of the
allegation and the purpose of the interview and be afforded a reasonable
opportunity to contact and consult privately with a union representative. The
written notice requirement under this section may be satisfied by electronic
mail. The union representative may participate in the interview. An interview
under this section is not required in order to proceed under sections 4 or 5 of
this article.

4. No reasonable cause. If, after preliminary investigation, no
reasonable cause to investigate further is found, the investigation shall
terminate and the employee shall be informed in writing that a complaint was
made against him or her but was unfounded. The employee shall be allowed to
submit a response with regard to the matter with his or her department or
agency to be included with the other investigative materials.

5. Notice of reasonable cause. If, after preliminary investigation,
the department head or agency head or his/her designee determines that there
is reasonable cause to believe that misconduct or other violation may have
been committed by a particular employee such that there is reasonable cause
to investigate further, the investigator shall inform the employee under
investigation, his/her supervisor, and the MSLEA, of the nature of the
investigation before proceeding any further with said investigation. If diligent
efforts to contact the employee fail, the investigator shall advise MSLEA.
Sufficient information to apprise the employee of the allegations shall be
provided in writing.

6. Investigatory interview. When an investigator believes that
reasonable cause to investigate further has been established, and the employee
under investigation is to be interviewed under this section, the employee shall
be afforded three (3) working days, unless an emergency exists, to contact and
consult privately with union attorney and/or other union representative before
being interviewed. The union attorney and/or union representative may attend
the interview. For purpose of this section, working days shall be Monday
through Friday, exclusive of holidays. In the event of an emergency a
reasonable amount of time will be afforded.

a. The interview of any employee under this section shall be
conducted at a reasonable hour, and without unreasonable delay. It shall take
place at a suitable location designated by the investigating officer and shall be
at the appropriate agency headquarters when feasible.

b. The employee being interviewed shall be informed of the
identity of all persons present during the interview.

c. If it is known that the employee being interviewed is a
witness only, he/she shall be so informed.

d. The investigation shall be conducted with the maximum
amount of confidentiality possible.
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e. In situations where the conduct being investigated could
result in a separate criminal investigation, the employee shall be advised in
writing prior to his/her interview that s/he is required to answer questions in
the personnel investigation or face disciplinary action up to and including
discharge. @ The employee shall be further advised in writing that any
statements made by the employee and any evidence obtained as a result of the
statements made by the employee in the course of the personnel investigation
may not be used against him/her in a court of law (Garrity notice). The
employee will be given an opportunity to sign the Garrity notice.

The employer shall record all such interviews, except as designated
below, with the recordings made a part of the investigatory file. Neither the
employee nor MSLEA will record the interview while it is being conducted. Once
the investigation is closed and if the investigation results in proposed
discipline, MSLEA will be given a copy of the recording of the interview with the
employee under investigation along with the investigative report.

The employer will not release copies of any other recordings made in the
course of the investigation to MSLEA until such time as other evidence is
released to MSLEA in the grievance process.

The following interviews will not be recorded without express written
permission of the interviewee(s):

e Interviews of State employees who are not in the Law Enforcement
Services Bargaining Unit;

e Interviews of State employees who are in the Law Enforcement Services
Bargaining Unit who are not members of MSLEA and who elect not to be
represented by MSLEA in either the investigative process or the grievance
process.

In situations where an investigation is conducted pursuant to a collective
bargaining agreement other than the agreement between the State and MSLEA
and an MSLEA member is a witness in the investigation, the MSLEA member’s
interview may be recorded upon request of the MSLEA member.

7. No Reasonable Cause Finding. If, at the conclusion of the
investigation, the allegation(s) is(are) unsubstantiated or otherwise not
sustained, the employee and MSLEA will be so informed. At this point in the
process, the employee shall have the right to submit a response with regard to
the matter with his or her department or agency to be included with the other
investigative materials.

8. Polygraph examination. All polygraphs shall be voluntary. A
refusal to submit to a polygraph shall not be held against the employee in a
personnel investigation. If the employee under investigation is requested to
submit to a polygraph examination, he or she will be furnished a written list of
questions to be asked sufficiently prior to the examination to enable the
member to confer with an MSLEA representative and/or counsel prior to the
polygraph examination. An employee who submits to a polygraph examination
as requested by the employer, may, at his/her own expense, obtain an
independent polygraph and submit the results for consideration by the
employer under the condition that this independent polygraph is performed by
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an individual licensed and certified by the State of Maine to conduct such
examinations.

9. Within five (5) workdays of the completion of the investigation, the
person being investigated shall be advised of the final outcome in writing. If
the allegation(s) against the employee is (are) sustained, the employee or
MSLEA will receive a copy of the investigative report within a reasonable time of
the conclusion of the investigation.

10. Should an agency become aware the above procedure has not been
followed, the investigation may be stopped and started over, ensuring the
procedures are properly followed. A complete failure to follow the above
procedures, when such failure results in substantial prejudice to the employee,
shall result in dismissal of all charges with prejudice. In the instance of
dismissal of the charges, the record of the investigation shall not be retained in
the employee’s personnel files and material contained in such records shall not
be used against the employee in the future.

11. All investigations under this Article shall be initiated by the
department/agency within a reasonable time of when the department/agency
became aware of the alleged misconduct. A good faith effort will be made to
complete investigations within six (6) months.

ARTICLE 12. CONCLUSION OF NEGOTIATIONS

A. The State and MSLEA agree that this Agreement is the entire
Agreement, terminates all prior Agreements or understandings and concludes all
collec